The 
Introduction
There is an important general debate in South Africa (among employer organisations, labour unions and politicians) on the size and fairness of perceived gaps in employee remuneration among the different employment levels in organisations (Van Zyl, 2010) . In line with the findings of Bradley, Green and Mangan (2011) and Tijdens ℘ Kontakt autora: maloaf@unisa.ac.za. Autor izjavljuje da nema značajne materijalne ili finansijske interese koji se odnose na istraživanje opisano u ovom radu. Takođe, autor izjavljuje da je podneti članak njegov originalan rad i da nakon izdavanja ništa od sadržine neće predstavljati povredu autorskog prava. Rad 
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and Van Klaveren (2012) , there is evidence of sizeable wage gaps, much of which cannot be explained by observable or objective factors such as workplace or worker characteristics, levels of qualification, responsibilities, size of the company and years of service. However, studies in the South African context (for example Bhorat Vosloo, 2005) succeeded in identifying some of the determinants of employee remuneration in an organisation. For example, Maloa and Rajah (2012) commented on the extent to which employee skills, external equity, employee performance and tenure predict employee remuneration. Although this line of investigation may appear straightforward, a review of the literature on employee remuneration, especially in the South African context, produced little information on the manner in which job function and gender account for employee remuneration in the public and private sectors. It is therefore the aim of this article to discuss standard practice by looking at the distribution of employee remuneration across categories of job function in small to medium-sized organisations irrespective of whether the organisation falls within the public or the private sector.
Against this background, the research will make it possible to formulate recommendations from the results for use in the organisation, as well as in further research in the field of remuneration.
What will follow? The article first discusses the trends from literature, followed by the methodology. Next, the findings are explained. The article concludes with a discussion of the limitations of the research.
Trends from research literature
Gender gap in earnings has proven both persistent and universal (Lip, 2013) . A standard finding in the literature on gender wage gaps is that the public sector exhibits much lower gaps than the private sector (Bradley et al., 2011) . Furthermore, research by Arulampalam, Booth and Bryan (2007) has demonstrated that in many European countries there were gender wage gaps in the public sector and that the differences between the public and the private sector were somewhere between 6 and 16%. It is worth noting that in the United Kingdom, for example, the difference in the public sector wage gap across gender is far higher at the lowest deciles and decreases moving up the distribution. Conversely, in Italy and France, differences in the gap, across genders, increased along the distribution and were higher at the top deciles (Chatterji, Mumford & Smith, 2011) . In terms of gender wage differences, these patterns suggest that, compared to men, women were relatively better off being in the public sector at the lowest deciles in the United Kingdom, while the opposite was true (that is, they were relatively better off at the highest deciles) in France and Italy. In South Africa, statistical data dating back from 2008 confirm that the gender wage gap remained critical at 33.5% (Segooa, 2012) . Overall, the lowest unexplained gender pay gaps were found in countries as diverse as Kazakhstan, Indonesia and the Netherlands, and the largest ones in Chile, South Africa and Argentina (Tijdens & Van Klaveren, 2012 ). This unexplained gap seems to indicate a wide range of discriminatory practices in employee remuneration.
Against this background, the primary objective of the research on which this article is based was to establish a linear relationship between employee remuneration, Socioeconomica -The Scientific Journal for Theory and Practice of Socio-economic Development 2015, 4(7): 95-110 job function and gender in small to medium-sized organisations operating in the public and private sectors.
Job function as a determinant of employee remuneration
Job function, also referred to as the job family, is defined in the context of the current research as clusters of jobs or roles that share similar characteristics (Incomes Data Services, 2006b, p.3). While the exact level of responsibility, skill or competence required of roles within a job family may vary, the essential nature of the activities carried out and the skills used tend to be similar. Job families are usually arranged by functional groups, for example finance, information technology (IT) or personnel, or by work categories such as administration or customer services, or by occupation, for example scientists, IT specialists (Armstrong & Brown, 2001 ). Armstrong and Brown point out that this approach of using job families in compensation is likely to figure where management is of the opinion that different occupations require different reward and/or career development practices. Against this background the hypothesis, with statistically significant relationships tested, was the following: 
Gender as a determinant of employee remuneration
Naturally, the same kinds of social, cultural and institutional barriers that have kept women from climbing the corporate ladder also affect women who have gained access to the top positions in as far as remuneration is concerned (Shin, 2012) . As highlighted by Greckhamer (2011) , gender distinctions are profound aspects of social structures, organisational processes and remuneration systems, with the effect that women as a group generally earn less than men in the industrialised world, although the magnitude of this gender gap varies across countries, as do patterns of occupational segregation by gender. Likewise, men and women hold different types of jobs and are employed in different occupations (Gupta, Poulsen & Villeval, 2013) .
In South Africa, the Employment Equity Commission's Report (2010) revealed that women were predominately represented in administrative as opposed to decisionmaking and senior managerial functions. Female employees remained over-represented in lower-paid, less secure and unskilled positions, with 16% being employed in the informal sector, 21% in the elementary sector and 15% in the domestic sector (Cohen & Moodley, 2012) . Furthermore, Grant Thornton (2014) highlighted that only 26% of South African senior positions are filled by women and 21% of local businesses have women in senior management positions. As can be expected, there is continuing debate as to the extent to which the remuneration gap reflects merely the inevitable and reasonably fair result of differing work patterns and behaviour by women and men or the impact of employment discrimination against women (Lips, 2013) . Shin (2012) reports that while many studies have explored the issue of women's representation among top management, little is known about the gender gap in remuneration, including about those who have reached the top. Against this background, the hypothesis with statistically significant relationships tested was the following:
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Overall, this article is intended to initiate discussion on the complex dynamic relationships between job function and gender on employee remuneration in the context of South African companies of small and medium size. This article argues that the type of job function and the gender of an employee are instrumental measures of the gap in employee remuneration in South African organisations of small and medium size, irrespective of whether the organisation falls within the public or the private sector.
Research Methodology
The quantitative research method was used in this study, where the emphasis was on the quantification of variables and statistical controls. The main approaches followed were exploratory and descriptive research based on documented data consisting of nominal, ordinal and numeric data. A secondary data-analysis approach was adopted in this study. This approach was relevant because, as posited by Mouton (2001) , secondary data analysis uses existing data (mostly quantitative) and attempts to re-analyse such data in order to test hypotheses.
Research participants
For the purposes of this research project, the target population consisted of three small to medium-sized organisations that fall within the public and the private sector, respectively. The unit of analysis comprised salaried employees (e.g. skilled, professional and management positions, excluding executives) whose remuneration was not determined through the bargaining council, that is, wage-setting institutions (Magruder, 2010) . As explained by Cardoso and Gindin (2009), Carneiro, (1998), Magruder (2010) and Nickell (1997) , employer organisations and unions may opt to participate in bargaining councils, which extend arbitration agreements beyond the firms and unions that make them to all workers in an industry.
Purposive convenience sampling was conducted to collect data. Only three of the five organisations approached were willing to participate and supply information about their employee remuneration. 
Table -1. Statistical information on all the represented companies

Research procedure
A non-probability sampling technique (convenience sampling) was used. The first stage of sampling involved selecting the three organisations by means of convenience sampling. The second stage of sampling consisted of data from a purposive sample of salaried employees. A theoretical orientation and a study of the appropriate published research data preceded the empirical study. Secondary data were collected by means of an extensive literature review, which included journals and textbooks on employee remuneration. The empirical data collected consisted of a salary corpus that contained information about job function and gender from the different organisations under study. The data gathered were recorded and captured on an Excel spread sheet and later coded and analysed. Furthermore, an analysis of the National Remuneration Guide from a prominent consulting firm specialising in salary benchmarking was used to benchmark the salaries of the organisations under study. The purpose of using the national benchmark was to measure the internal and external parity of the jobs in the organisations under study.
Statistical analysis
The corpus of salary data of all the organisations under study was transferred onto an Excel spread sheet and then imported into SPSS (a statistical program for the social sciences) for statistical analysis. Data were summarised using descriptive statistics (such as mean, standard deviation and range), frequency distribution (percentages), correlation coefficients and analysis of variance (ANOVA). Descriptive statistics were also calculated to describe variables numerically (Saunders, Lewis & Thornhill, 2007) . As this study involved a multi-variable problem -that is, a problem in which more than one independent variable is studied -categorical multiple regression analysis was used. Categorical regression was conducted because the variables being studied fell into different categories, with a combination of interval, nominal data and numeric data.
Findings
The research findings were discussed in terms of categorical and quantitative data. The research results are discussed by each company and in terms of the combined results. A regression analysis as depicted in Table -3 . has indicated that there is a discrepancy when reporting on the distribution of employee remuneration across categories of job function and gender in small to medium-sized organisations irrespective of whether the organisation falls within the public or the private sector. Results of each participant organisation in the study are presented next. 
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Results for Company 1
The results of the ANOVA indicated that the model fit was non-significant, as the p-value (0.165) was more than the significance level (0.05) and could therefore be considered non-significant in predicting employee remuneration within Company 1. Thus the distribution of employee remuneration across categories of job function and gender could not be determined within a private company in the banking sector.
Results for Company 2
The results of the ANOVA indicate that the model fit is significant; as the pvalue at .001 is less than the significance level at 0.05. The results show that the model variances (3.647) are considerably higher than the error variances (.886), indicating that the distribution of employee remuneration across categories succeeded in predicting employee remuneration significantly at a 95% level of certainty. However, according to the regression coefficients, job function with a p-value at .000* is the only variable that is significant and thus the distribution of employee remuneration could be regarded as not being the same across all categories of job function compared to gender in Company 2. In addition, the variable job function at .392 has, in the order of ranking, the highest beta, compared to gender at .173. Based on the results, hypothesis 1 and hypothesis 2 were rejected. Thus, the distribution of employee remuneration is not the same across categories of job function, while the opposite holds true for gender in a state-owned company in the aviation sector.
Results for Company 3
The results of the ANOVA indicate that the model fit with a p-value of 0.519 was more than the significance level (5%) and could therefore be considered nonsignificant in predicting employee remuneration in Company 3. Thus the distribution of
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employee remuneration across categories of job function and gender could not be determined in a private company of small to medium size in the banking sector.
Combined results
The ANOVA was calculated for the two hypotheses to determine whether there were statistically significant relationships when all the companies were combined into a single company. The results of the ANOVA indicated that the model fit was significant, as the p-value (.000*) was less than the significance level of 0.05. The results show that the model variances (5.897) are considerably higher than the error variances (.937), indicating that both job function and gender succeeded in predicting employee remuneration significantly at a 95% level of certainty when all the companies were treated as a combined company irrespective of whether they were a private or public company. Job function at .230 has the highest beta, followed by gender (.133). Based on these results, hypotheses 1and 2 are rejected. Thus, the distribution of employee remuneration is not the same across categories of job function and gender in small to medium-sized organisations irrespective of whether the organisation falls within the public or the private sector.
Since the differences in the distribution of employee remuneration were more pronounced in the combined company, further analyses were conducted to probe the variables under study. T-test was conducted to indicate the nature of the distribution of employee remuneration with regard to gender and job function, respectively. Table -4 . indicates representation by gender on the job functions. Only three job functions, namely finance, risk and operations (which happened to be the core functions in all three companies) were analysed, since their sample size was large enough to allow mean comparison between job function and gender. Regarding the job functions human resources, IT and administration (which happened to be the supportive job functions), their sample size in terms of gender were not well represented, with the effect that a ttest was not calculated.
As indicated in Table -5 , the results of the two independent samples' t-test shows that mean employee remuneration differs between males (M=669354.14, SD=299348.776, n = 47) and females (M=549675.88, SD=332185.723, n = 44) at the .01 level of significance, with t = -1.807, df = 89, p < .05, 95% CI for mean difference -251240.589 to -11884.068. On average the distribution of employee remuneration indicated that there was pay discrepancy between males and females. The results suggested that males received higher pay compared to females in finance as a job function, but the same did not apply in risk and operations. Further probing of the relationships between job functions was conducted using post hoc multiple comparisons to study the distribution of employee remuneration between different job functions.
Figure -1.Mean Plot
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Figure -1. indicates that risk has the highest distribution of employee remuneration, followed by IT and finance, respectively. The average distribution of employee compensation relative to all other job functions in the sample is human resources, followed by operations. The most limited distribution of employee remuneration relative to other job functions was in administration.
Post hoc tests of multiple comparisons for the combined company
Since the combined company was large enough to allow further statistical probing, a post hoc test of multiple comparisons was conducted in order to indicate the distribution of employee remuneration between job functions. However, the descriptive statistics of the combined company are presented first, followed by the post hoc test of multiple comparisons of job functions. Table - 5. indicates that the distribution of employee remuneration is not the same when administration as a job function is compared to finance, IT and risk at (5%) significance level, respectively. Also, the distribution of employee remuneration is not the same when finance as a job function is compared to administration at (5%) significance level and operations at the 10% significance level, respectively. Furthermore, the distribution of employee remuneration is not the same when IT as a job function is compared to administration at 5% significance level when IT is compared to operations at 10% significance level. Likewise, the distribution of employee remuneration is not the same when risk as a job function is compared to administration at 5% significance level or when risk is compared to operations at 10% significance level. Lastly, the distribution of employee remuneration is not the same when operation is compared to IT and risk at 10% significance level.
Discussion and Conclusion
The research reported on in this article set out to review the extent to which the distribution of employee remuneration is the same across categories of job function and gender in small to medium-sized organisations irrespective of whether the organisation falls within the public or the private sector. The discussion draws from a broad understanding of salaried employees whose compensation is not determined through the The findings of the current study revealed that the best represented gender in the population was male, with 254 employees and a resultant percentage distribution of 55.3% against women at 44.7%. The findings also revealed that male employees were mostly represented in job functions that were considered to be core functions (finance [17.3%] (Gupta, Poulsen & Villeval, 2013) and that women are predominately represented in administrative as opposed to decision-making and senior managerial functions (Cohen & Moodley, 2012 ; Grant Thornton, 2014) The findings of the study demonstrate that there are statistically significant differences in the distribution of employee remuneration when the three companies are combined into one large organisation. The distribution of employee remuneration is not the same between male and female employees in finance, but this is different in risk or operations at the 10% level of significance. Thus, results show that males compared to females received higher remuneration in finance as a job function, but no statistical difference exists in the distribution of employee remuneration between males and females in risk and operations.
The current study, unlike previous studies on the subject of employee remuneration, seems to have made a unique contribution. The findings in this research suggest that a review of the job function and the gender of an employee could be made in a larger organisation rather than in a smaller one, irrespective of whether the organisation falls within the public or the private sector. This is so since the distribution of employee remuneration based on job function and gender was more pronounced when the organisation was larger as a single entity (Company 2), and when the companies were combined into a single company.
Furthermore, the findings also indicated through the mean distribution that risk, relative to all other job functions in the sample, had the highest distribution of employee remuneration, followed by IT and finance, respectively. The average distribution of employee compensation was in human resources, followed by operations. The least distribution of employee remuneration occurred in administration. This may imply that risk as a job function is the key job function in small to medium companies. The finding also seems to suggest that the size of the organisation in terms of the number of employees is a clear indicator of the distribution of employee remuneration in small to medium-sized organisations. Moreover, risk as a job function seems to be an important job function in the context of the South African small to medium-sized organisations.
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As the findings were different in the three organisations, the implication of the study is that in practice the type and size of a company should also be taken into consideration when studying the extent to which the distribution of employee remuneration differs across categories of gender in small to medium-sized organisations in the public or private sector.
The above overview of the research findings provides substantive evidence that despite the extent to which the distribution of employee remuneration differed, based on job function and gender, job function may shed more light on the distribution of employee remuneration in the context of South African small to medium size organisations. Consequently, the findings of the research reported on in this article demonstrate the implications of jobs occupied by different genders for remuneration. Even though further discrepancies within job function may exist between genders, the research nevertheless provides a better understanding of the determinants of employee compensation in an organisation. In conclusion, this study indicates the difficulty of holding gender to account for discrimination in the pay inequality gap in South Africa and offers job function as the only determinant of employee remuneration in small to medium-sized organisations.
Limitations and recommendations for future research
This study has several limitations. It investigated only one type of organisation in each industry studied. Therefore, care should be taken when extending the research results beyond the three organisations studied. Although the determinants of employee compensation studied may be common among most organisations, they may not necessarily have the same applications in similar organisations. As a result, it is critical for organisations to take into account the extent of each determinant when determining employee compensation in their particular environment.
A purposive sample was used to select the unit of analysis, which consisted of employees whose compensation was not determined through the bargaining council and restricted to organisations based in the Gauteng area. This could have had an impact on the representativeness of the sample. Only three organisations were sampled, and thus the small number of organisations served as a limitation on investigating the extent to which the determinants of compensation could be predicted in most organisations. Potentially, a large sample of organisations would provide deeper insight into the determinants of employee compensation in an organisation. Follow-up research with a larger sample of organisations as a client base would enable the gathering of data from more organisations across a wider range of industries, in both the private and public sectors.
In conclusion, while there has been a large amount of research on women occupying jobs at lower levels than those of men, there is still a need for further study to investigate the cause of women remaining in lower-level jobs. In turn, the investigation could assist in accelerating the employment of women in core job functions in organisations, which would also bring about a better understanding of the real cause of discrepancies in remuneration when the issue of gender has been removed. By the same token, the investigation into female wage discrimination may also assist in establishing wage equality based on job function. Such research would highlight the barriers women face and could help companies to increase the representation of women in core job functions. The findings of this study further imply that wage gap can be explained by
